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THE DEFINITION OF THE PROBLEM 
Introduction 
In the decade of the 1970's people began demanding more of them-
selves, their employers, and their jobs than ever before. Businesses 
are faced with employees who are interested in the actualization of 
their own potential. The Yankelovich opinion polling organization dis-
covered that employees for the first time are more interested in per-
sonal development and growth than in a new washer, a second car, or even 
a big promotion at work (65). 
While firms are facing this type of pressure from their employees, 
inflation is making it difficult for the firms to satisfy both their 
stockholders and their employees. In order to overcome the problems 
caused by inflation and employees need for self-actualization, employers 
need to develop new methods and approaches that can be of mutual benefit 
to themselves and their employees. A partial solution to these problems 
might be for businesses to offer both employee personal assistance pro-
grams (EPAP), and consumer education programs for their employees. 
Although EPAP may be broadly defined to encompass consumer educa-
tion, this study will address the issue of consumer education programs 
separately. This study will separate the two areas by referring to 
consumer education as the training people receive while they are in 
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school (formal education) and employee assistance programs as the train~ 
ing people receive after they have finished their formal education and 
are employed in business. EPAP and consumer education programs could 
help both employees and businesses. The programs would aid employees by 
helping them become more efficient maximizers of their resources, both 
human and financial, and by providing them with the opportunity to become 
more self-fulfilled individuals. Businesses would also be benefited. 
They would have more satisfied employees. By alleviating employee per-
sonal and medical problems, the firm's productivity would increase since 
employees would be able to concentrate more fully at work. By teaching 
employees to become bette~ utilizers of their financial resources, em-
ployees would demand less of their employer in the form of financial 
and fringe benefit renumeration. 
Need for Consumer Education Programs 
Since the 1930's, there has been an increasing awareness among con-
sumer educators of the need for education directed at improving consumer 
efficiencies (30). A series of studies in the middle 1970's indicated 
that consumer educators have not been very successful at improving con-
sumer efficiencies. 
A study in 1975 for the General Mills Consumer Center found "that 
large numbers of Americans lack knowledge and skills in financial man-
agement and the ability to cope with economic change" (38, p. 16). 
Another study in 1975 by the United States Department of Health, Educa-
tion, and Welfare found that "almost 30 percent of the adult population 
were incompetent in consumer economics, an additional 33 percent were 
3 
functional but not proficient in such basics as money management" (38, 
P• 16). 
A survey conducted by the National Assessment of Education Progress 
shows that consumers were generally unable to use and apply basic math 
principles. More specifically: 
1. 80 percent of the population between 25 and 36 years of 
age could not balance a checkbook. 
2. 50 percent of the population between 25 and 36 years of 
age could not correctly select the most economical box of 
a product based on unit price information. 
3. 50 percent of the population between 25 and 36 years of 
age could not fill out a simple income tax form correctly. 
4. 80 percent of the population between 25 and 36 years of 
age could not correctly calculate a taxi fare (42, p. 8). 
A Harris poll conducted in 1976 found that: 
• • . 74 percent of the public believed students leaving high 
school were either not very well prepared or not prepared at 
all as consumers • • • in that same study 92 percent of the 
public supported compulsory consumer education (35, p. 1). 
Educational programs have not met their obligation and responsibil-
ity to prepare students to become concerned for the ways they spend 
their money. The market place "demands intelligent, informed consumers 
in order that competition can be effective in maximizing the benefits of 
that economy" (63, p. 90). Students, however, are still involved in an 
educational environment that emphasizes production/producer courses. 
Charles R. Hopkins observed that both secondary schools and colleges 
have spent 
hundreds of hours and thousands of dollars preparing 
young people to assume their economic roles as active pro-
ducers in our society. Yet they have spent little time, and 
money, if any, to help those people be more effective and 
efficient in their economic roles as consumers (cited in 3, 
p. 27). 
Even if the schools had been effective in producing intelligent, informed 
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consumers. there would still be a need for businesses to offer these 
types of programs to their employees. 
The market place is not a stable environment. It is in a con-
stant state of flux as new products are introduced and new 
marketing and financial institutions and practices are devel-
oped. Without continuing consumer education, the individual 
is soon left behind (63, p. 91). 
Need for Employee Assistance Programs 
Employees are not able to leave their personal problems at home 
while they are at work. An employee's personal problem effects his/her 
performance on the job. As an employee's performance decreases, so 
does the firm's productivity (53). By helping employees to rid them-
selves of personal problems, a firm benefits by having both happier and 
more satisfied employees while, at the same time, increasing productiv-
ity. 
Businesses in the United States spend roughly $300 billion on 
fringe benefits per year. The amount spent on fringe benefits, which is 
increasing almost twice as fast as the amount spent on employees' wages, 
is approximately one-third of the total payroll cost (18). By imple-
menting certain types of employees' assistance programs, firms might be 
able to reduce the amount spent on fringe benefits while at the same 
time reduce other costs of employing people. 
In 1976, statistics indicated that stress had passed the common 
cold as the most prevalent health problem in the United States (55). 
This statement is supported by the fact that industry lost between $17 
and $25 billion each year in lost performance and health benefits pay-
ments due to stress disorders (39). 
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Employee assistance programs should be considered as an avenue for 
reducing stress related loss in the future. The average executive is 
functioning with 250 stress points. Psychologists regard a score of 300 
stress points as the "breaking point" for the average person (46). 
Business and industry spends over $4 billion annually on training 
and development programs for employees (67). By providing some of this 
money for EPAP within the context of an organization's needs, it is pos-
sible for both employees and employers to benefit. 
Statement of the Problem 
The objective of this study is to determine the current status of 
EPAP offered by Oklahoma businesses. This study will seek to answer 
the following research questions: 
1. How do employees working in the area of Training and Develop-
ment perceive EPAP? 
2. What EPAP are currently being offered by the firms represented 
by Oklahoma businesses? 
3. How are EPAP being administered by Oklahoma businesses? 
With employee interest in personal growth and development on the 
rise, it is important to know what type of training in the area has been 
offered in the past and what type of training in the area is being 
offered currently. Only when the status of training in the past is 
known and when the status of training currently being undertaken is 
known can recommendations for the future programs be made. 
Although some form of EPAP has been around since the beginning of 
the century, it has only been recently that businesses have begun to 
take a real interest in the field. 
Delimitations 
The population for this study will consist of members of the Okla-
homa Chapters of the American Society of Training and Development who 
are employed by businesses located in Oklahoma. Members employed in 
education, government, or as consultants were excluded from the popula-
tion. The findings of this study are generalizable only to these 
companies although the findings may have implications for other busi-
nesses located in and out of Oklahoma. 
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Limitations 
It is not intended that this study attempt to compare how training 
and development programs at these businesses compare to the training 
and development programs of other businesses. No attempt will be made 
to compare content of courses taught in businesses with those taught 
on the secondary school and college level. 
Definition of Terms 
To clarify the interpretation of data, the following terms are 
defined as used in this study: 
Consumer Education: "The preparation of the individual in the 
skills, and understandings that are required for everyday living to 
achieve, within the framework of his own values, maximum satisfaction 
and utilization of his resources" (61, p. 14). 
Employee Assistance Programs: A stress intervention program that, 
combined with other stress prevention procedures, can serve as an 
effective base for developing a comprehensive managerial system for 
combating organizational stress (39). 
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~mployee Personal Assistance Program (EPAP): As developed for this 
study, it is an attempt to integrate both consumer education programs 
and employee assistance programs. Employee Personal Assistance Programs 
are those programs offered by businesses in an attempt to help employees 
lead happier, healthier, more satisfied lives while also helping them to 
become more productive employees. 
Business: Any business/industrial enterprise engaged in profit 
making endeavors. 
Secondary School: Schools that have students enrolled in grades 
9-12, or 10-12. 
College: All schools that offer college credit courses leading to 
a baccalaureate degree. This would include junior or community colleges, 
senior colleges, and universities. 
CHAPTER II 
REVIEW OF LITERATURE 
Introduction 
The focus for the review of literature is twofold, both consumer 
education and employee assistance programs were included in the search. 
The review of literature is, therefore, divided into two sections. The 
first section deals with consumer education. The second section deals 
with employee assistance programs. 
Consumer Education 
Teacher Education Competencies 
High school teachers are generally unprepared to teach consumer 
education. Coleman (13, p. 32) stated that ''almost universally colle-
giate business teachers education programs have not required courses in 
consumer education . . • to be a part of the undergraduate business 
education requirements." Coleman felt that "it is doubtful if any 
greater need exists than providing instruction which will produce indi-
viduals who will exercise intelligence in the marketplace and in planning 
the use of their personal resources" (p. 35). 
English (19) conducted a survey of 273 consumer education teachers 
in Illinois that supported Coleman's position. Of the 273 consumer 
education teachers surveyed, over 54 percent indicated that they were 
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unprepared to teach consumer education. Only 29.4 percent of the 
teachers had any academic preparation in any area of consumer education, 
only 40.3 percent of them had any experience in the area of consumer 
education, and only 36.9 percent had any individual reading and/or study 
in any area of consumer education. Of the 273 teachers, only 77 had 
ever taken a course in the improvement of instruction in consumer educa-
tion or basic business. 
Garman (22, p. 53) expanded on English's study and conducted a 
"nation-wide assessment of the consumer education literacy of prospec-
tive consumer education teachers." The Test of Consumer Competencies 
was used to test knowledge of teachers. This is a standardized 55 item 
multiple choice test "designed to measure cognitive consumer knowledge 
in 14 areas of consumer education" (p. 55). Of the 4,309 prospective 
teachers who returned usable tests, the me~n score was 32.67 with a 
standard deviation of 6.06. This converts to 59.4 percent correct score. 
Based on this test, it appears 
• that prospective teachers do not possess a high level of 
cognitive understanding of consumer education subject matter. 
Although there was a significant difference at the .001 level 
between scores of prospective teachers who had taken one or 
more consumer education courses and those who had not, the 
prospective teacher with consumer education content could only 
average 34.14 correct answers, or a 62.1 percent correct score 
(p. 60). 
To the extent that a consumer educator lacks understanding of all major 
areas, the effectiveness of the educational programs is reduced (63). 
Student Consumer Education Competencies 
In 1958, Jelley (30) conducted a study to determine the money man-
agement understanding of second-semester high school seniors. The test 
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was administered to 603 high school seniors regardless of academic back-
ground in Cincinnati, Ohio. "A 60-item multiple choice test and accom-
panying interview guide, constructed to measure their understanding, 
covered three major areas: borrowing money and using credit, managing 
personal finances, and insurance" (p. 15). The results of this study 
indicated that these high school seniors could have used more instruc-
tion in the areas of credit and insurance. 
Meiselwitz's (40) 1967 study tested 592 high school students in 
Wisconsin. The test contained 162 objective-type questions covering 
banking, credit, installment buying, budgeting, saving, investing, hous-
ing, wills, taxation, insurance, social security, and consumer protec-
tion; and it was given to two groups of students. One group had taken 
courses relating to economics, consumer education, and general business 
while the other group had not taken courses in those areas. The results 
of this study were: (1) that there was a small difference in test 
scores between the two groups; (2) graduating seniors need a greater 
understanding in the areas of insurance, social security, and consumer 
protection; (3) seniors should have a greater knowledge of personal and 
family finance. 
Larson (37) reached basically the same conclusion in the study of 
senior students in Minnesota during the academic year of 1967-68. 
Larson's study tested seniors enrolled in general business, seniors en-
rolled in consumer economics, and seniors enrolled in neither of these 
classes. The Beattie Consumer Information List was administered. Four 
areas of personal finance were covered: money management, credit, 
insurance, and savings and investment. Analysis of variance techniques 
were used to test for significant differences. There were no significant 
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differences among any of the groups in the area of money management. No 
significant differences existed between the students enrolled in consumer 
economics and the students enrolled in neither course in the areas of 
credit, insurance, and savings and investments. Both of these groups, 
however, scored significantly higher than the students enrolled in gen-
eral business. 
Bibb's (8) study re-enforced both of the other studies. Bibb's 
study dealt with a multiple-choice consumer information test admin-
istered to 1,058 university freshmen in the states of Indiana, Illinois, 
and Wisconsin. The results of this study found that: 
There was no significant difference in the knowledge of budg-
eting, installment purchasing, and the comparison of prices 
possessed by university freshmen who received high school 
instruction in the three units and university freshmen who 
did not receive high school instruction in the three units 
but who completed one or more of the following high school 
courses: a one- or two-semester course in economics, a one-
semester course in consumer economics, a one-semester course 
in business mathematics, a two-semester course in family liv-
ing, or a one- or two-semester course in problems in a democ-
racy (p. 217). 
Hawkins' (24) study involved questioning Kansas high school students 
two years after graduation to determine if there would be a significant 
difference between the response given by students who had taken a course 
in consumer education and by students who had not taken a course in con-
sumer education. The questionnaire contained 18 questions. It was 
designed so that the responses that were selected indicated the grad-
uate's feelings or behavior. 
The results, all but one question were found not to be sig-
nificant, it was concluded that a consumer education course 
had little or no significant affect upon the responses given 
by the graduates two years after completing the course when 
compared with the response given by a similar group who had 
not taken the course. During the two years following high 
school graduation, those who did not enroll in a consumer 
education course managed their money, used credit, borrowed 
money, and made purchases very much like those who had been 
given instructions in those areas (p. 222). 
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In 1970, 92 percent of the 194,000 bankruptcies were personal cases. 
"All in some way are directly or indirectly related to consumer and fam-
ily financial relationships" (13, p. 33). Disagreements concerning fam-
ily finance and household management were ranked either first or second 
as the topics married couples fought about most often (29). A study for 
the General Mills Consumer Center found that over one half of the fam-
ilies surveyed argued a great deal about money (38). 
Troelstrup (62) reported that Mandell conducted a survey of Amer-
ican's knowledge of credit and found that personal characteristics do 
not have a bearing on knowledge about consumer credit. Most Americans 
do not have enough of an economic understanding of consumer credit to 
make intelligent decisions regarding its use. This study even showed 
that college graduates were no more knowledgeable than those who never 
attended college. 
Cunningham and Cunningham (15) conducted a survey of consumer 
protection laws. The 10 areas of consumer protection laws investigated 
were false or deceptive advertising, false or deceptive retail advertis-
ing, credit regulation and reporting, door-to-door selling, automobile 
sales, credit cards, truth-in-lending, and deceptive retail practices. 
The 2,200 consumers were selected in late spring 1975 from a medium sized 
Texas city. The respondents were divided into six segments based on 
family income in an attempt to determine if knowledge of consumer pro-
tection laws differed according to family income level. The "f" test of 
the differences in means was used to determine if there were significant 
differences between the six income groups for each area of the law. The 
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findings of the study indicated a significant difference between the dif-
ferent income groups was found in the truth-in-lending area (p < .02). 
Employee Assistance Programs 
In the future, the effectiveness of business and its exec-
utives will not be judged by numbers and dollars alone, but 
will also be measured in human terms--the extent to which the 
enterprise contributes to society and the individuals asso-
ciated with it (34, p. 1). 
In a typical business, the dollar cost spent on human time and the 
employee's presence on the job accounts for roughly 70 percent of the 
total cost of operation. While this includes the direct cost of payroll 
and employee benefits, it does not include the business cost of employ-
ment, training, and other costs. Businesses can control all other ex-
penses and still only achieve "limited results unless it concentrates 
on the largest, most flexible element of operating cost--human time" 
(34' p. 5). 
This statement is supported by the fact that while approximately 70 
percent of an operating budget is related to the employee cost, human 
productivity on the job approached only 30 percent of capacity (41). In 
May, 1976, American workers lost approximately 80 million hours a week 
due to health and personal reasons (25). These two figures re-enforce 
the idea that "those who control company activities should recognize that 
human concerns must be served" (34, p. 3). 
Review of Studies in the Area of EPAP 
Some form of employee assistance programs have been around at least 
since 1900. Eilbirt (16, p. 521) defined employee counseling as "any 
interpersonal interviewing initiated by management to help an employee 
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who faces a problem. 11 As early as 1900, some businesses initiated em-
ployee assistance programs. These consisted of businesses utilizing 
special social or welfare secretaries who provided individual counsel-
ing of employees. Business medical personnel had also appeared by 1900. 
Their role as counselors developed after that time. 
Between 1900 and 1920, the modern personnel administration emerged 
in business. During that time period, foremen began to receive training 
in the handling of employees. It took the wartime labor shortage, how-
ever, before the development of employment,management received a strong 
commitment from business. 
Psychiatrists became interested in industry during the 1920's as 
industrial mental hygiene made its appearance in industry. Businesses 
were also concerned with solving labor unrest at that time. 
Accident proneness and the problem of older employees brought 
psychologists into the field of employee counseling in the 1930's. The 
development of nondirective and psychodromatic techniques expanded the 
role of psychologists in the area of employee counseling. 
Personnel counsleing as we know it today was developed in the \.Jest-
ern Electric experiments. Wartime employee counseling was referred to 
as personnel counseling. During this time period, it was expanded to 
meet the need of the wartime workforce. After World War II, the services 
provided by personnel counselors diminished sharply. 
Based on the half century review of employee counseling, Eilbirt 
(16, p. 521) stated that "measured quantitatively, the impact upon man-
agement of the development in employee counseling in the use of special-
ized personnel and methods seems slight. 11 Eilbirt recommended that 
management should get training in employee counseling and there should 
be more professionalization of employee counseling. 
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Zoll (69) conducted a study, the purpose of which was to add to the 
understanding of employee economic education programs conducted by busi-
ness. The study concluded that efforts of business are being directed 
into two major areas: general economic education and company economic 
education. Two major problems arose in the selection of subject matter. 
Businesses experience problems in "(1) determining approach, depth, and 
breadth of treatment; and (2) selecting the specific economics facts to 
be taught" (p. 1607). This study also discussed the problems of raising 
the level of economic literacy among the general public and among busi-
nessmen. 
Beyda (7) performed a similar study 11 years after Zoll. Beyda's 
study was entitled "Employee Economics Education Programs by Business 
Firms." In her study, she stated that "business has shown an interest 
in programs for increasing economic literacy particularly for employees" 
(p. 1573A). This study was concerned with "the emerging patterns and 
directions of employee economic education programs provided by business 
firms" (p. 1573A). 
The information for Beyda's study was gathered from a random sample 
of firms listed in the 1962 Fortune directory. There were several major 
findings of this study: 
1. Executives believe that school should be responsible for a 
share of the economic education. These executives want the 
schools to teach their students (and business's future employees) 
basic economic principles, the executives also would like their 
future employees to understand the operations of the American 
economic system. 
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2. Business executives want economic education programs to improve 
the employees' understanding of the American economic system, 
improve the citizenship activities of their employees, and 
develop employee understanding of the firm's operations and 
procedures. 
3. Businesses have demonstrated their belief in the importance of 
employee economic education through their administrative and 
operational practices. 
4. The major problem encountered in past employee economic educa-
tion involves the selection and preparation of content, deter-
mining the subject-matter focus, and the selection of 
participants. 
The conclusions reached by Beyda's study were that interest in 
employee economic education programs has not increased to the extent 
indicated by the review of literature. The evolution of employee eco-
nomic educational programs is a gradual process. Executives seem to 
believe that economic education is important; however, most of the firms 
surveyed do not provide it. At the time of this study, few employees 
were participating in the program, the objectives of the programs were 
broad, the range of topics was large, and the total number of hours de-
voted by businesses to economic education seemed too small to have much 
impact on the employees who chose to participate. The evaluation of the 
programs tended to be based on subjective opinions rather than system-
atic, objective evaluation. 
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The purpose of Baker's (6, p. 866A) study in 1970 was "to examine 
the role and effectiveness of company-sponsored educational programs for 
non-supervisory exempt personnel in research- and development-oriented 
companies." The population of his study consisted of approximately 
1,000 employees from five research and development companies in the 
Baltimore-Washington areas. 
The results of Baker's study indicated that employees viewed parti-
cipation in company-sponsored educational programs as being related to 
job needs. "The study revealed that such programs are particularly 
effective in influencing the opportunity for personal growth and devel-
opment and the desire to do interesting and challenging work" (p. 866A). 
His study. reinforced the findings of other studies in that it found that 
encouragement of employees to participate in company-sponsored programs 
was equally effective whether it was given by a co-worker, direct super-
visor, or another member from management. Baker's study also indicated 
possible growth in company-sponsored educational programs because 63 per-
cent of the employees who had not participated in these educational pro-
grams had never received any encouragement to participate from any fellow 
employee, either co-worker or supervisor. 
One of the purposes of Baker's study was to furnish information on 
the current status of training for non-management office personnel. 
Questionnaires were mailed to 721 firms in six states. Of these 721 
firms, 434 responded and 122 of these firms provide their employees with 
classroom training. Another questionnaire was mailed to the 122 firms 
involved in classroom training. The purpose of this questionnaire was 
to collect information on the nature and purpose of in-service classroom 
training programs. Information was supplied by 65 of the remaining 
firms. 
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The study by Baker revealed that in 72 percent of the 434 firms, the 
only training provided was job specifics, provided on the job, and it was 
given by the employee's supervisor. All of the 65 firms that responded 
to the second questionnaire had classroom orientation training, 88 per-
cent had classroom office skill training, and 72 percent had classroom 
general education training. The general education training was providing 
the employee with opportunities for individual growth. 
In 1978, Personnel Journal reported the research conducted by a 
bank in an attempt to diagnose its "people problems" as perceived by 
the bank's employees (20). A random sample of 263 employees were 
selected from the 2,000 employees that work in the main office comprised 
the population for this study. 
Of the employees that responded, over 63 percent were in the 20 to 
40 age range and over two-·thirds of the respondents were females. Of 
the questionnaires mailed, 53 percent of the questionnaires were valid. 
The results of this survey indicated the following: 
1. If company sponsored counseling were available, roughly one-
third of the employees would seek information. 
2. Of the participants, 26.1 percent knew someone who had missed 
work because of a personal problem. 
3. Marital and psychological problems were most often the reason 
for absence. 
4. Twenty-seven percent knew someone who had been a hindrance to 
the bank's business. (Psychological, marital, or alcohol prob-
lems were most often the cause of the problem.) 
S. A large proportion thought the bank should provide private 
employee assistance programs. 
6. Approximately 75 percent of the employees felt health care 
programs should be implemented by the bank. 
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In the area of company policy regarding personal problems, roughly 
54 percent believe that the bank had the right to fire an employee with 
an alcohol problem. The bank's right to terminate an employee whose 
work had suffered but who refused to get help was substantially supported 
by the respondents to the survey. 
Over two-thirds of the employees in this study by a bank, did not 
feel free to talk to their supervisors. The majority of the respondents 
did not feel their supervisor should be made aware of their problem. 
Over half felt the bank's programs should be held inside the bank. 
Nearly one-half felt the bank should pay for the program, while over 
one-third felt the cost of the program should be split between the bank 
and the employees. 
Review of Articles in the Area of EPAP 
Employee assistance programs have become an employee benefit in 
many companies. These programs are designed to provide counsel for em-
ployees in order to help them through the spectrum of life's problems. 
Employee assistance programs have evolved to the point today where most 
firms attempt to handle virtually all personal problems. Employee 
assistance programs seem to be gaining acceptance. 
In the Wall .Street Journal, Ricklefs (53) reported recently on 
employee assistance programs. Metropolitan Life Insurance Company 
started offering employee counseling in the form of a "housemother" 
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over 60 years ago. Today their employee assistance programs help roughly 
1,500 employees. Currently, a major emphasis of Metropolitan's employee 
assistance program deals with retirement planning. International Tel-
ephone and Telegraph Corporation reported that approximately 2,000 em-
ployees have participated in its seven-year-old employee assistance 
program. In International Paper Company, executives, managers, and pro-
fessionals account for one-third of the participants in its employee 
assistance programs. J. C. Penney Company started its employee assist-, 
ance program in 1977. Donald V. Sievert, chairman of the company, stated 
that from a productivity viewpoint, there is an economic advantage to the 
firm that offers employee assistance programs. 
Employees seek assistance in many areas. The major areas in which 
employee assistance programs are helping are as follows: 
1. providing financial advice, 
2. providing medical advice, 
3. helping employees deal with stress, 
4. helping employees deal with family problems, and 
5. the largest area, providing help in the area of alcoholism. 
The confidentiality of employee assistance programs is a major con-
cern. The potential for management abuse of employee assistance programs 
is immense. The programs will not work without the belief on the part 
of the employee that the information he/she provides is going to be held 
in strict confidence by the counselors in charge of the programs. The 
American Civil Liberties Union is not presently aware of any situations 
where businesses have gained information through employee assistance 
programs and use that information against the employee (53). 
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Wellness training is another subset of employee assistance programs. 
"Wellness is a way of thinking, a way of eating, a way of exercising, a 
way of living" (14, p. 30). Wellness training involves behavior mod-
ification of the employee. It is concerned with getting workers to 
exercise, reduce their weight, stop smoking, improve their nutrition, 
and learn to recognize and overcome enervating factors that effect an 
employee's mind, body, and spirit. Wellness training has the same pur-
pose as other EPAP: to reduce employee illness cost and to increase 
productivity. 
One study dealing with the implementation of wellness training 
produced favorable results. The study isolated seven behaviors that 
had a significant influence on the life expectancy of 7,000 Alameda 
County, California adults (56). These factors were analyzed over a 
five and one-half years period. Some of the results of the study were: 
1. A 45-year-old man who followed between six and seven of these 
factors would expect a life expectancy of 78 years or 11 years 
longer than a 45-year-old man who followed no more than three 
of the behavior changes. 
2. The study also found that people "who practiced all seven of 
the habits were in about the same shape as people 30 years 
younger who followed a few or none of them" (p. 25). 
The Air Force has initiated personal financial management programs. 
Weldon L. Jackson (31), Chief of the Education Service Branch Personnel 
Division at Tinker Air Force Base in Oklahoma City, reported that several 
studies had demonstrated the need for personal financial management 
competency among Air Force personnel. A general lack of personal money 
management skills has caused a la.:t;"ge number of airmen to be in serious 
22 
enough personal financial difficulties to threaten their jobs in the Air 
Force. The emotional and psychological stress caused by financial dif-
ficulties adversely affect's the airman's production level at work. The 
inability to manage family finances successfully is also contributing 
to family breakup and/or divorce. In order to help alleviate the problem 
Tinker Air Force Base has initiated a comprehensive personal financial 
management program. 
Kansas State University, in connection with Fort Riley Army Base, is 
offering financial counseling to military personnel and their dependents. 
This program began in 1970 when the Army Community Services at Fort Riley 
approached the Kansas State Department of Family Economics seeking 
assistance in its offering of financial counseling (52). 
Businesses are also concerned about the personal problems of their 
employees and those of his/her immediate family. While employee assist-
ance programs may differ between companies, they tend to have five char-
acteristics: 
1. The programs are designed to serve the non-alcoholic employee 
as well as the alcoholic employee. 
2. The programs are designed to provide help for the employee and 
his/her entire family. 
3. The business and the employee's supervisor are excluded from 
direct involvement in providing assistance to the employee. 
4. The programs are designed to provide preventative assistance. 
5. The programs are designed so the confidentiality of the employee 
and the problem are maintained (12). 
In order of frequency, employee assistance programs deal with the 
following types of employee problems: the employee's family problem, 
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the employee's financial problems, the employee's legal matters, and the 
employee '.s drug problem. An employee assi.stance program counselor at 
one company stated that by having someone for the employee to turn to 
can mean the difference between life or death of an employee (12). This 
statement was made on the basis of suicide rates of employees and depend-
ents, since the integration of the company's employee assistance pro-
grams. 
Specific Employee Assistance Programs 
The alcoholic employee has been one of businesses' biggest personnel 
concerns for a long time. The cost of alcohol misuse and alcoholism is 
estimated to cost business $9.35 h.illion in lost production and $8.29 
billion in medical and health cost (20). Over four times the number of 
businesses operate alcoholism programs today as were offered in 1973 
(53). 
In 1972, then Secretary of HEW, Casper Weiberger, stated that 
alcoholism is the United States' number one drug problem (67). It has 
been estimated that alcoholism is quite prevalent among the employed. 
Between five percent and 10 percent of the work force is affected by 
alcoholism in some form. Business executives, professional people, and 
business managers account for 45 percent of the alcoholics in the United 
States. 
Businesses that offer an alcoholics assistance program have expe-
rienced recovery rates of employees of 60 to 80 percent. The recovery 
rates for job related programs are substantially higher than the recovery 
rates for non-job related programs (53). Businesses need to make a firm 
commitment to the continuation of these programs because stress from all 
sources has been found to significantly relate to the development of 
alcoholism and the continuation of alcoholism (47). 
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Although stress can be directly related to alcoholism, it can also 
be directly related to other areas that affect employee's health and 
performance. Stress disorders cost business between $17 billion and $25 
billion each year in absenteeism, lost performance, and health benefit 
payments (39). 
Women traditionally have had fewer stress related physical problems 
than men. This is changing, however, as more women become executives. 
Women executives have health profiles more like their male executive 
counterpart (59). The potential for stress related problems is stagger-
ing. Dr. James J. Gallagher, chairman of Career Management Associates, 
New York City, stated that the typical executive is five-sixths of the 
way toward a nervous breakdown (46). Dr. Gallagher based this statement 
on a table of 43 personal and business live events. Stress rating 
points are assigned to each event (for example, divorce= 73 points). 
As mentioned earlier, psychologists consider a score of 300 stress 
points by an individual as being the "breaking point." The average 
executive is functioning with 250 stress points. 
Stress related illnesses are not, unfortunately, common only to 
business executives. In a study of 270,000 employees of a large Amer-
ican business, "the incidence rate of first disabling coronary heart 
disease was two and a half times greater among skilled manual workers 
than among the executive grades. Furthermore, the rate increases in-
versely with occupational grade" (21, p. 31). 
A similar relationship was noticed in a study by Hinkle (23). His 
study dealt with 260,000 career employees of the Bell System. The 
results of his study found that blue-collar workers and foremen expe-
rienced a significantly higher rate of disabling heart attacks and of 
death resulting from coronary problems than did management level em-
ployees. 
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Job pressure is not the only producer of stress. Conflicts with 
spouses, children and personal finances can produce stress for the em-
ployee that can impair health, productivity, and performance on the job 
(39). Stress has become a serious enough problem that it "is now rec-
ognized as a condition common to people who work in today's organization" 
(57, p. 26). Stress management assistance programs appear to be here to 
stay. "The question for employees is how to best manage it. And for the 
trainer, how to best teach those management skills" (57, p. 26). 
Businesses are also beginning to become aware of the physical, 
mental, and economic benefits of employee exercise programs. Employees 
who participate in physical fitness programs, contend that one of the 
largest benefits they receive from physical training "is that it helps 
them manage stress more effectively" (14, p. 31). 
Dr. Richard Kerlor, director of program development for the Pres-
ident's Council on Physical Fitness and Sports, stated that employee 
absenteeism and/or sick leave is the major personnel problem for busi-
ness (49). All of business office workers' health problems could be 
greatly alleviated by regular exercise. 
Businesses have been able to reduce employee expense, employee bore-
dom, and employee absenteeism; at the same time they have been able to 
increase employee loyalty and employee morale by sponsoring medically 
approved cardiovascular fitness programs. The trend in physical fitness 
programs presnetly is "toward highly disciplined and organized programs 
with carefully calculated objectives" (70, p. 40). By making physical 
fitness part of the employee's job, the employee is then covered by 
Workman's Compensation and/or the business liability insurance (14). 
Although business sponsored cardiovascular fitness programs are 
less than 10 years old, they are already established in some United 
States firms. The results of some of the programs are very promising. 
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A Goodyear Tire and Rubber Company reduced employee absenteeism by 
roughly 50 percent among employees who participated in its fitness pro-
gram. Research released by Exxon and Mobile indicated a reduction in 
coronary risk factor by participants in their fitness programs. Studies 
done in the Soviet Union have also reported increased employee productiv-
ity and a reduction in employee absenteeism as a result of physical 
exercise (70) . 
There is also substantial research and other documented evidence 
supporting physiological results of improved physical fitness among 
employees. Other benefits accrue from employee fitness programs are 
improved self-image, loss of weight, increased energy, and increased 
productivity (52). 
It has also been widely recognized that an employee with personal/ 
family financial problems is not likely to operate at full performance 
on the job (1). Traditionally, financial planning formerly was a benefit 
offered only to top management. Recently, it has begun to be offered to 
all employees (58). Dillingham Corporation philosophy is that when they 
hire an employee, that person is only 50 percent of the team. They en-
courage both employee and spouse to attend the financial planning sem-
inars the company offers (28). 
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Dillingham and other companies are providing this type of benefit 
to their employees in part because they believe that employees at all 
levels of employment need and want independent personal financial help. 
There is a need for independent help because in a survey by the Associa-
tion of Financial Planners, approximately two-thirds of the income a 
financial planner receives is commission from the products he/she sells 
rather than from a fee for personal financial planning (26). Also, per-
sonal financial counseling is becoming so popular that 
..• just about everyone at all involved with financial serv-
ices is getting into the act, or thinking seriously about it: 
securities firms, banks, insurance companies, and independent 
financial counseling firms and indivduals (28, p. 1). 
Within the next 10 years, revenues generated by personal financial coun-
seling will be approaching the billion dollar level (28). 
Personal financial planning programs provide benefits to both the 
employer and the employee. The benefits to the employer are: 
1. Communicates fringe benefits in a way the employee can 
understand them (e.g., understanding of costs and where 
they fit into his/her overall financial situation). 
2. Promotes a better understanding of how a business is 
operated (e.g., balance sheet, income statement, fore-
casting, planning, and budgeting). 
3. Develops interest in a well-managed operation and how to 
measure it. 
4. Teaches management by objectives; personal goal setting. 
5. Reduces total time on the job wasted by personal money 
matters. 
6. Creates interest in staying current on economics. 
7. Creates interest in government actions--taxes, etc. 
8. Creates better citizens for the community. 
9. Provides excellent public relations for the company by 
helping employees become money managers. 
10. Provides a very low cost fringe benefits, that helps 
coordinate other fringe benefits. 
11. Creates loyalty of employees and spouses (32, p. 42). 
The benefits to the employees are: 
1. Opens up communications between spouses on the issue of 
money. 
2. Helps to eliminate conflicts (e.g., divorce, despond-
ency--caused by money). 
3. Keeps employees current on personal/financial informa-
tion relevant to their lives. 
4. Promotes an appreciation of the basic functions (budgets, 
financial statements, goals) performed by the company. 
5. Motivates employees to plan and set goals. 
6. Opens up new thinking as to the purpose of money. 
7. Develops money managers out of money spenders. 
8. Helps employees save money. 
9. Alerts employees to economic and investment risks. 
10. Helps employees get more out of life. 
11. Provides peace of mind (32, p. 43). 
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The Bailard, Biehl and Kaiser financial planning program, a finan-
cial planning program that is being used and copied by businesses all 
over the United States: 
• is aimed at providing corporate employees--at any salary 
level--with skills necessary to make better personal financial 
decisions. The result is an economically literate employee 
who is able to get more out of life than previously, who has 
attained peace of mind that being able to skillfully inter-
relate all one's financial decisions can provide and who, 
often for the first time, understands the benefits and values 
of his/her corporate fringe benefit program (32, p. 43). 
Summary 
The literature reviewed for this study revealed a lack of consumer 
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education competencies being taught by the formal educational systems in 
our country. It also gave insight into the types of employee assistance 
programs that are being offered by some businesses. More importantly, 
the literature demonstrated a need for businesses to offer their em-




The types of employee personal assistance programs offered by 
selected business firms in Oklahoma were analyzed through the use of 
descriptive research. Descriptive research is used to gather informa-
tion to help determine the present status of existing conditions (17). 
The following steps were followed to complete this study: 
1. Selection of a problem. 
2. Review of related literature. 
3. Selection of the population. 
4. Development of the instrument. 
5. Collection of the data. 
6. Analysis of the results. 
The selection of the problem and the significance of the problem 
were covered in Chapter I. The review of the related literature was 
presented in Chapter II. The remaining steps in the study are explained 
in subsequent paragraphs in this chapter. 
Selection of the Population 
Members of the Oklahoma City and Tulsa chapters of the American 
Society of Training and Development were selected as the population for 
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this study. Since the focus of the research was on the current status 
of employee personal assistance programs in Oklahoma, it was felt that 
members of ASTD would be knowledgeable in the type of training programs 
offered at their firm and interested in participating in a study of this 
type. 
Securing the mailing lists of the members of both the Oklahoma City 
and Tulsa chapters was the first step in the selection of the partic-
ipants for this study. The members were then grouped according to 
employer. Only members working for Oklahoma firms were included. Mem-
bers who were employed in education, government, and as consultants were 
removed from the population. This was done because the focus of the 
study dealt with programs offered by Oklahoma businesses. 
Of the remaining group, one participant was selected from each of 
the remaining employers. In cases where more than one ASTD member was 
employed by the same business, the member who was thought to be most 
qualified to provide the required data was selected to participate. 
In some cases, particularly when selecting participants from the 
Oklahoma City chapter, it was difficult to determine from the mailing 
list who was the most qualified to respond to the questionnaire. When 
this situation arose, one member from a particular business was selected 
at random to participate. 
Development of the Instrument 
The development of the questionnaire involved the following process: 
First, the literature was reviewed in an attempt to discover what type 
of research was needed. At the completion of this step, a list of 
research questions was conducted. The third step involved studying 
several books on questionnaires and questionnaire design. 
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While reviewing the literature, a study was found which closely 
parallels this study. The purpose of the study reported in the Person-
nel Journal was to survey employees of a bank to elicit their opinions 
on the need for employee assistance with personal problems on how 
assistance programs should be developed and on their perceptions about 
their jobs (20). The questionnaire for that study was used as the 
model for the questionnaire used for this study. 
The list of questions completed from reviewing the literature was 
then molded into proper form and included in the questionnaire. 
The completed questionnaire was then given to faculty members at 
Oklahoma State University who comprised the committee for this disserta-
tion and faculty members at Oklahoma State University who taught in the 
area of training and development. This was done in an attempt to 
alleviate problems associated with questionnaire design. The suggestions 
for improvement of the questionnaire were included in the final copy. A 
copy of the questionnaire that was used in the research is included in 
Appendix A. A copy of the questionnaire that was used as a model for the 
questionnaire used in this study is included in Appendix B. 
Collection of the Data 
On November 26, 1979, the questionnaire along with a cover letter 
and a brochure describing the Training and Development for Business--
Master of Science Program offered through the Department of Administra-
tive Services and Business Education at Oklahoma State University--was 
sent to the participants in the study. The participants were given 
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until December 14, 1979, to complete and return the questionnaire. On 
December 18, 1979, a second letter and questionnaire were sent to those 
who had not responded to the first one. 
Analysis of the Results 
The purpose of this study was to discover the current status of 
EPAP of selected Oklahoma businesses. The analysis of the results had 
several focuses. 
One of the main focuses of the study was to try and determine what 
the opinions of the participants in the study were with respect to EPAP. 
A comparison was made among the participants based on their answers 
to question number six: Does your firm presently offer any of the pro-
grams listed in the column heading at the right? The group answering 
"yes" to this question was compared with the group answering "no" with 
respect to their personal opinion concerning: 
1. A company's responsibility to provide EPAP. 
2. Whether or not EPAP falls within the domain of a company's 
training and development program. 
3. Whether or not EPAP courses should be included in a college 
level training and development curriculum. 
A second comparison was made concerning the above listed opinions 
but the participants were divided according to the size of the business 
where they were employed. Participants from businesses with less than 
500 employees were compared with participants from businesses with more 
than 500 employees. 
The responses to questions 2, 3, and 25 were given the following 
numerical rate: no = 0, undecided = 1, and yes = 2. As a result of 
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assigning numerical values, a "t" test was performed in order "to deter-
mine whether the mean performance of the two groups was significantly 
different" (50, p. 129). The formula used in the computation of the "t" 
test is as shown below: 




+ EX2 - (rx2>) 
Nl 2 
N2 e- + L) (N1 + N2) - 2 Nl N2 
where 
xl "" the mean of the first group of scores 
X = 2 the mean of the 
second group of scores 
EX2 = 1 the sum of the squared score value of the first group 
EX2 = the sum of the squared score value of the second group 2 
o.:x ) 2 = the squared of the sum of the scores of the first group 1 
(EX2)2 = the squared of the sum of the scores of the second group 
N1 = the number of scores of the first group 
N2 =the number of scores of the second group (11). 
The analysis of the results also focused on other areas. The per-
centage of firms offering any type of EPAP were considered important. 
This information would show generally how widespread the practice of 
offering EPAP is. 
The analysis of the results will breakdown the type of specific EPAP 
offered by businesses. By showing which specific EPAP are currently 
being offered, it will be possible to discover which specific programs 
business considers to be the most and least important. 
A major section of Chapter IV will deal with the actual methods used 
by businesses in their administering EPAP. By focusing on this area, 
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recommendations can be made concerning possible changes that need to be 
made in the future. 
Limitations 
It is not intended that this study attempt to compare how EPAP at 
these businesses compare to EPAP at other businesses. No attempt was 
made to compare the content of courses taught in businesses with those 
taught on the secondary or college level. 
CHAPTER IV 
PRESENTATION OF DATA 
Introduction 
The purpose of this chapter is twofold. The first purpose is to 
determine the participants' opinions concerning EPAP role in business 
and the need for the college curriculum in the training and development 
area to include courses in EPAP. The second purpose is to describe the 
current status of EPAP in businesses located ir1 Oklahoma. 
It needs to be noted that all participants did not elect to respond 
to all the questions in the questionnaire. For this reason, there are 
some discrepancies in the number of replies within the questionnaire. 
Where it was determined that an analysis of the data would clarify or 
provide insight into the participants' answers, a "t" test was used to 
determine if a statistical difference existed. 
Questionnaire Return Data 
On November 26, 1979, 153 questionnaires were sent. Included with 
the questionnaire was a cover letter, a self-addressed stamped envelope, 
and a brochure describing the Masters Degree Training and Development 
option offered by the Department of Administrative Services and Business 
Education at Oklahoma State University. A copy of the letter'and a copy 
of the brochure are included in Appendixes C and D. Seven questionnaires 
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were returned as not deliverable. The total sample, therefore, consisted 
of 146 participants. The participants were given until December 14, 
1979, to complete and return the questionnaire. By December 14, 1979, 66 
questionnaires had been returned. On December 18, 1979, a second ques-
tionnaire, cover letter, and self-addressed stamped envelope were sent 
to the 80 people who had not responded to the first questionnaire. A 
copy of the second letter is included in Appendix E. Thirty-one ques-
tionnaires were returned as a result of the second mailing. Ninety-seven 
of the 146, or 66.43 percent of the persons surveyed in the study 
responded. 
Nine of the participants who returned their questionnaire stated 
that they did not feel that they should participate in the study. This 
left 88 completed questionnaires. Six questionnaires that were completed 
were determined to be un-usable. The results of this study are, there-
fore, based on the 82 usable questionnaires. 
Of the 82 businesses represented in the study, 44 (53.66 percent) 
of the businesses do not currently offer any type of EPAP. Thirty-eight 
(46.43 percent) of the businesses offer at least some EPAP. 
Three of the participants failed to indicate the number of full-
time employees their business employed. Of the 79 businesses represented 
in the study that included the number of full-time employees, 39 busi-
nesses employed 500 or more, while 40 businesses employed fewer than 500 
full-time employees. Of the businesses that employ 500 or more full-time 
employees, 64.1 percent offer some EPAP, while only 27.5 percent of the 
businesses employing less than 500 full-time employees offer EPAP. Table 
I presents a summary of these statistics. 
TABLE I 
COMPARISON OF EPAP OFFERED BY OKLAHOMA BUSINESSES 
Business with Business with 
500 or More Less than 500 
All Businesses Full-Time EmEloyees Full-Time EmElo~ees 
Number Percentage Number* Percentage Number* Percentage 
Currently Offering EPAP 38 53.65 25 64.10 11 27.50 
Currently Not Offering 
EPAP 44 46.34 14 35.90 29 72.58 
*Because three participants did not indicate the number of full-time persons employed by their businesses, 
the numbers added do not equal the numbers shown for all businesses. 
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Participants' Opinions Concerning EPAP 
The analysis of the opinions discussed in the first section of this 
chapter are presented in Table II and Table III. 
Table II presents a comparison of the opinions of participants who 
are employed by businesses that are currently offering EPAP and the 
opinions of participants who are employed by businesses not currently 
offering EPAP. A "yes" response was given a numerical coefficient of 
2; a "no" response was given the numerical coefficient of 0; and an 
"undecided" response was given the numerical coefficient of 1. A mean 
score of greater than one on any question would indicate that the group 
as a whole had a positive response to the question. A mean pcor~ pf 
less than one on any question would indicate that the group as a who.l.e ', • 
had a negative response to the question. 
A "t" test was performed between those participants who were work-
ing for a business offering EPAP and those participants working for a 
business not offering EPAP. There was a significant difference at the 
.05 level between the groups when asked if they believed a company had 
the responsibility to provide EPAP. Although both groups had a mean 
score of greater than one, the participants who were employed by a busi-
ness currently offering EPAP were much stronger in their belief that a 
company does have the responsibility to their employees to offer EPAP. 
Both groups believe that EPAP falls within the domain of the Train-
ing and Development programs of businesses. There was no significant 
difference between the groups with respect to this question. It is 
interesting to note that the group with the higher mean score for th~s 
question was the group whose business was not currently offering EPAP. 
TABLE II 
COMPARISON OF THE OPINIONS OF PARTICIPANTS WHO ARE EMPLOYED IN A BUSINESS 
THAT IS CURRENTLY OFFERING EPAP AND THE OPINIONS OF PARTICIPANTS 
WHO ARE EMPLOYED BY A BUSINESS NOT CURRENTLY OFFERING EPAP 
Do you believe a company has the responsibility 
to provide EPAP? 
Do you believe EPAP are important enough that 
one or more courses in a college Training and 
Development Curriculum should be offered? 
Do you believe EPAP fall within the domain of 
a company's Training and Development program? 





1. 657 • 62 
1.315 .873 











COMPARISON OF THE OPINIONS OF PARTICIPANTS WHO ARE EMPLOYED BY A BUSINESS 
WITH OVER 500 EMPLOYEES AND THE OPINIONS OF PARTICIPANTS 
EMPLOYED BY A BUSINESS WITH UNDER 500 EMPLOYEES 
Employs More Employs Less 
than 500 than 500 
M () M () 
Do you believe a company has the responsibility 
to provide EP AP? 1.384 .846 1.225 .891 
Do you believe EPAP falls within the domain of 
a company's Training and Development program? 1.15 .932 1.641 .668 
Do you believe EPAP are important enough that 
one or more courses in a college Training and 
Development Curriculum should offer EPAP? 1.48 .768 1.615 .586 






Both groups responded positively when the participants were asked 
if EPAP were of enough importance that one or more courses in this area 
should be included in a college level training and development curric-
ulum. There was not a significant difference between the group means 
with respect to this question. 
These same three questions were analyzed by dividing the partic-
ipants into groups based on the number of full-time employees their busi-
ness hires. This analysis is summarized in Table III. The participants 
were divided with those who worked for a business employing 500 or more 
full-time people in one group and those who worked for a business employ-
ing less than 500 full-time employees in the other group. 
Both groups had a positive mean score for the questions which ask 
their opinions on whether or not they believed that a business has the 
responsibility to provide EPAP. There was not a statistically signif-
icant difference between the mean score of the two groups with regard 
to their answers to this question. 
The groups were significantly different at the .01 level with 
respect to their answers concerning whether the participants felt that 
EPAP falls within the domain of a businesses' training and development 
programs. The mean scores from both groups were each positive. The 
participants from businesses employing fewer than 500 full-time people 
had a much higher mean score than the businesses employing 500 or more 
full-time employees. 
When the participants were asked if they believe that EPAP were of 
enough importance that one or more EPAP courses in a college level train-
ning and development curriculum should be included, both groups tallied 
a positive mean score. There was not a statistical difference between 
the groups with respect to this question. The responses to this ques-
tion were similiar to the responses of the preceding question in that 
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the participants from businesses employing fewer than 500 full-time 
persons had a higher mean score than did the participants from businesses 
employing 500 or more full-time persons. It should be pointed out, how-
ever, that over twice as many businesses employing 500 or more full-time 
persons offer EPAP as do businesses employing less than 500 full-time 
persons. 
Current Status of EPAP in Oklahoma Businesses 
Participants who were employed by businesses that currently were 
offering EPAP were asked to complete the second part of the question~ 
naire. These results are summarized in Tables IV, V, and VI. 
The participants were asked to indicate which specific type(s) of 
EPAP were currently being bffered. The summary of the results of this 
part of the study are presented in Tables IV and V. 
Table IV contains a list of SRecific programs that the review of 
literature indicated to be the most popular EPAP. All of the specific 
programs listed in Table III were also included in the questionnaire. 
While some programs were more popular than others, all of the programs 
were offered by some of the businesses. 
Retirement planning was the most popular program offered. It was 
offered by over 60 percent of the businesses that were offering EPAP. 
Alcoholic rehabilitation and financial counseling were the next 
most popular programs. They were offered by over 50 percent of the 
businesses. Cardiovascular fitness programs, overweight counseling, and 
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TABLE IV 
TYPE OF EPAP AND THE PERCENTAGE OF OKLAHOMA 
BUSINESSES OFFERING THEM 































LIST ANP FREQUENCIES OF EPAP THAT WERE NOT INCLUDED ON 
THE QUESTIONNAIRE BUT LISTED UNDER "OTHERS" 
Type of EPAP 
Home Repair 
High School GED 
Disco 
Photography 
High Blood Pressure Checks 
First Aid 
CPR 























THE RESPONSIBILlTY FOR HELPING AN EMPLOYEE 
The Responsibility for 
Helping an Employee 
Rests with: 
1. Employee's supervisor only 
2. Someone other than the employee's 
supervisor--in house 
3. Outside counseling firm only 
1 and 2 above 
1 and 3 above 
2 and 3 above 











help with legal matters were the three most unpopular programs. Even the 
most unpopular program was offered by 16 percent of the businesses offer-
ing any EPAP. If the businesses represented were offering any additional 
EPAP that were not listed on the questionnaire, the participants were 
asked to list those programs. Table V contains a list of the additional 
programs and the frequency with which they were listed. Thirteen addi-
tional programs were listed by participants representing nine different 
businesses. The only additional program that was currently being offered 
by more than one business was Cardio-Pulmonary Resuscitation (CPR). 
CPR was being offered by two businesses. 
Analysis of the Ways EPAP Were Administered 
by Businesses 
The survey indicated that there was little difference between the 
type of EPAP offered to the management level employee and the type of 
EPAP offered to the non-management level employee. Of the businesses 
represented in the survey, 86.84 percent made no distinction between the 
type of EPAP offered its employees. Three of the businesses indicated 
that certain programs were made available to management level employees 
but not to non-management level employees. In each case, the management 
level employee was offered a wider range of programs. Only two of the 
businesses made EPAP .available only to management level employees. 
The person or group of persons that was given the responsibility 
for an employee with specific areas of EPAP is outlined in Table VI. 
The responsibility for helping an employee was assigned to someone in 
the company other than the employee's supervisor in 16.12 percent of 
the businesses. The responsibility for helping an employee was shared 
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with someone in the company other than the employee's supervisor and 
the employee's supervisor in 25.80 percent of the businesses. The 
responsibility for helping an employee was shared between the employee's 
supervisor, someone in the company other than the employee's supervisor, 
and an outside counsulting firm in 38.70 percent of the businesses. In 
only 16.11 percent of the businesses was responsibility for helping an 
employee: 
1. assigned to the employee's supervisor, 
2. assigned only to an outside consulting firm, 
3. shared between the employee's supervisor and an outside'con-
sulting firm, 
4. shared between someone in the company other than the employee's 
supervisor and an outside consulting firm. 
In summary, employees' supervisors were responsible for the em-
ployees to some extent in 74.17 percent of the businesses. Someone in 
the company other than the employee's supervisor was responsible for 
the employee to some extent in 83.84 percent of the businesses, while 
the outside consulting firm was responsible for the employee to some 
extent in 48.36 percent of the businesses. 
In addition to giving the employee's supervisor at least some 
responsibility for helping an employee, 48.64 percent of the businesses 
had a company policy to make the employee's supervisor aware of an 
employee's problem. Of the remaining 51.36 percent of the businesses, 
45.94 percent had a company policy to inform the employee's supervisor 
sometimes, depending on the circumstances. All of the businesses did, 
however, have as their company policy to keep confidential all informa-
tion provided by an employee at an EPAP. 
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In 73.68 percent of the businesses represented, an employee's 
family was allowed to participate in EPAP. The family members were 
encouraged to participate in the EPAP in 55.26 percent of the businesses. 
Only 7.89 percent of the businesses that allowed an employee's family to 
participate in EPAP did not encourage the family's participation. 
By knowing whether or not EPAP were offered on company time or 
employee's time and by knowing how much company time was allocated to 
EPAP, some insight into the businesses' commitment toward EPAP could be 
gained. The next part of the analysis deals with these areas. 
EPAP were offered solely on company time in 23.68 percent of the 
businesses and solely on employee time in 2.63 percent of the businesses. 
EPAP were offered both on company time and employee time in 73.68 percent 
of the businesses. 
Only 10.81 percent of the businesses regularly allocated a specific 
amount of company time for EPAP. Three of the four businesses that 
regularly allocate company time for EPAP allow an employee between one 
hour and two hours per week to participate in EPAP. The other business 
that regularly allocated company time for EPAP allows employees more 
than five hours per week to participate in EPAP. The remaining 89.19 
percent of the businesses allocate company time for EPAP depending on 
each particular employee's personal situation. 
The location of where EPAP are offered relates closely with when 
EPAP are offered. EPAP were offered solely on company premises by 31.57 
percent of the businesses and were offered solely off company premises 
by 5.26 percent of the businesses. The remaining businesses, 63.15 per-
cent, were presently offering EPAP both on and off company premises. 
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When asked who pays for EPAP, the businesses were split almost 
equally between having the business pay 100 percent of the cost (51.35 
percent of the businesses followed this procedure) and having the firm 
and employee split the cost (48.65 percent of the businesses followed 
this procedure). There was little information from the study as to what 
percentage of the cost of the EPAP the employee was responsible for pay-
ing. The businesses that share the cost were divided almost equally as 
to having the employee pay less than one-third of the cost (22.77 per-
cent), having the employee pay between one-third of the cost but not 
over two-thirds of the cost (27.77 percent), and having the employee pay 
over two-thirds of the cost but less than all of the cost (44.44 per-
cent). 
In an attempt to gain an insight into the relationship between a 
specific businesses' training and development budget and a specific 
businesses' EPAP budget, participants were asked to include this 
information if the information is not confidential. Based on the 
responses to these two questions, the information was either confiden-
tial or unavailable to the participant or unknown to the participant. 
So few participants were able to complete these questions successfully 
that they were not considered when analyzing the results. 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
Summary 
The purpose of this study was to identify the current status of 
EPAP of selected Oklahoma businesses. By determining the current status 
of EPAP, businesses in Oklahoma might be able to readjust their training 
and development programs so that employees will begin to feel better 
about who they are and what they are doing with their lives, while at 
the same time increasing their productivity on their jobs. The members 
of the Oklahoma City chapter and the Tulsa chapter of the ASTD were 
selected as participants in this study. This group was selected because 
it is believed that their businesses, because of geographical location, 
would have a professional interest in a study dealing with training and 
development conducted at Oklahoma State University. 
The main objectives of this study were: 
1. to determine how members of the Oklahoma chapters of ASTD 
perceive EPAP, 
2. to determine what EPAP are currently being offered by Oklahoma 
businesses, and 
3. to determine how Oklahoma businesses are administering their 
EPAP. 
The questionnaire from this study was constructed after studying 
several sources. First, a questionnaire from a study with a similar 
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purpose was used as the model for the questionnaire used in this study. 
The model questionnaire was modified and expanded into its present form 
by integrating and incorporating the goals and objects of this study 
with the questions collected from reviewing the literature into the 
format used by the model questionnaire. 
The first objective was to determine how members of Oklahoma chap-
ters of the ASTD perceived EPAP. The ASTD members as a whole felt that 
business does have the responsibility to offer EPAP. The general 
consensus of the group was that EPAP fall within the domain of a busi-
ness' training and development program. The group also believed that 
EPAP are of enough importance that at least one course dealing with EPAP 
should be included in a college-level training and development curric-
ulum. 
The second objective was to determine which specific EPAP were being 
offered by Oklahoma businesses. The specific programs listed in the 
questionnaire were those that the review of literature indicated were the 
most popular programs. This point seems to be supported by this study. 
All of the programs listed in the questionnaire were being offered by 
at least some of the businesses. Retirement planning was the most 
popular program. Alcoholic rehabilitation and financial counseling were 
each being offered by a majority of the firms offering EPAP. Marital 
counseling, cardiovascular fitness, help with legal matters, and over-
weight counseling were the least popular programs. All of these pro-
grams, however, were being offered by no fewer th8n 16 percent of the 
businesses. The participants were also asked to indicate any additional 
EPAP their firms offered. Only nine participants listed additional 
programs. Thirteen additional programs were listed. CPR training was 
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the only program listed by more than one participant. This would also 
seem to indicate that the specific programs listed in the questionnaire 
instituted a comprehensive list of the EPAP that are currently being 
offered by business firms. 
The third objective was to determine how Oklahoma businesses 
administer their EPAP. Almost all of the businesses represented indi-
cated that they make no distinction between the type of EPAP offered 
to management and to non-management employees. The responsibility for 
helping an employee was most often shared between someone in the company 
other than the employee's supervisor and the employee's supervisor or 
someone outside of the business. 
Employees' supervisors were given at least partial responsibility 
for helping employees in 75 percent of the businesses. This statistic 
seems to indicate a probable inconsistency in the response of the 
participant with regard to the confidentiality of information provided 
by the employee at a specific EPAP. In 94.59 percent of the businesses, 
it was company policy to make the employee's supervisor aware of an 
employee's problem, or it was company policy to make the employee's 
supervisor aware of some of the employee's problems. 
All of the businesses represented (100 percent), however, stated 
that it was company policy to hold confidential all information gathered 
from an employee at an EPAP. 
Almost two-thirds of the businesses represented encouraged members 
of the employee's family to participate in company sponsored EPAP. All 
but three of the businesses allowing family members to participate in 
company-sponsored EPAP also encouraged family members to participate. 
In a majority of the cases, the time provided for EPAP was shared 
between the time provided by the company and the off-duty time of em-
ployees. The programs were offered both on and off company premises. 
The trend that developed with regard to paying for EPAP was that the 
company either paid the full bill or the cost was divided between the 
employee and the company. 
Conclusions 
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The conclusions of this study are based on the results of the cur-
rent descriptive analysis of EPAP in Oklahoma businesses and on the 
review of literature. 
1. The formal education system both on the high school and college 
level is not preparing people for the full-time status as consumers. 
Whether or not business wants the job of providing this type of training 
is irrelevant from a need standpoint. 
2. Programs on the college level that are educating students for 
a career in the training and development area should include some type 
of course, or courses, that focus on EPAP. 
3. Oklahoma businesses may need to re-structure their EPAP in 
order to protect the confidentiality of the information that the employee 
provides at an EPAP. Confidentiality cannot be protected as long as it 
is company policy to inform the supervisor of an employee's problem or 
as long as it is company policy to have the employee's supervisor help 
administer the EPAP. 
4. Only three businesses that offer EPAP have a set amount of time 
for EPAP. The rest of the businesses that offer EPAP indicated that the 
amount of time they provide for EPAP depends on the situation. Although 
it is good to be flexible with the time available to allocate to EPAP, 
without a set amount of time it is possible that the company-sponsored 
EPAP are not as successful as they might be if they were offered on a 
regular basis. 
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5. A review of the literature would indicate that EPAP are becom-
ing very popular with business firms. This study seems to indicate that 
Oklahoma businesses may not be as interested in EPAP as are businesses 
elsewhere in the nation. This conclusion relates very closely with the 
facts Beyda (7) drew from her study. The conclusion she made was that 
business' interest has not increased to the extent indicated by the 
literature. 
Recommendations for Future Research 
The following suggestions for further research have grown out of 
· the present research: 
1. The employees of businesses need to be surveyed to determine 
what their wants and needs are in the area of EPAP. The results could 
then be analyzed in relationship to how management of the same business 
firms view the need for EPAP. 
2. Several longitudinal studies have bern done dealing with the 
benefits of company-sponsored physical fitness programs. Needed now 
is a longitudinal study dealing with what benefits can be derived from 
more traditional company-sponsored consumer educational programs. 
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The purposes of the questionnaire are to determine the current 
status of selected employee personal assistance programs (EPAP) in Okla-
homa and to discover the opinions of training and development personnel 
with respect to EPAP. 
In this questionnaire, EPAP will refer to those programs offered by 
business in an attempt to help employees lead happier, healthier, and 
more satisfied lives, while also helping them to become more productive 
employees. Examples of these types of programs would be alcohol 
rehabilitation, cardiovascular fitness programs, and stress reduction 
programs. 
1. Approximately how many full-time persons does your company employ? 
2. Do you believe that a company has the responsibility to provide 
EPAP? 
Yes No Undecided 
3. Do you believe that these types of programs should fall within the 
domain of a company's training and development program? 
Yes No Undecided 
4. If your company currently offers any EPAP, are they offered through 
(or are they the responsibility of) your training and development 
department? 
Yes Some prog~ams are -----No My firm does not 
offer any of these 
types of programs ______ _ 
5. If you answered "no" or "some programs are," are they the respon-
sibility of a training and development section of another depart-
ment--personnel? 
Yes No Some programs are ----
Questions 6 through 15 relate to a number of specific EPAP. The programs 
are listed in the column headings at the right. Please check yes or no 
in front of the columns following each question and then check the 
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6. Does your firm presently offer 
any of the programs listed in 
the column headings at the 
right? 
IF YOU ANSWERED NO TO #6, 
SKIP TO 1124 
7. Does your firm offer any of 
the programs listed to manage-
ment level employees? 
f-- f-· 
8. noes your firm offer any of 
the programs listed to non-
management level employees? 
9. Is the employee's supervisor 
responsible for helping the 
employee in any of the areas 
listed? 
10. Is any outside consulting 
firm hired to handle any of 
the employee problems listed? 
11. Is someone other than the 
employee's supervisor within 
the company responsible for 
handling any of the-employee 
problems listed? 
12. Does your company currently 
have the option to fire an 
employee whose work has suf-
fered and who has refused to 
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13. Do you believe the company 
should have the option to fire 
an employee whose work has 
suffered and who has refused 
to get help for the problems 
listed? 
14. Are members of the employee's 
family allowed to participate 
in any of the programs 
listed? 
15. Are members of the employee's 
family encouraged to partie-
ipate in any of the programs? 
16. Is it your company's policy to make the employee's supervisor aware 
of the employee's problem? 
Yes Sometimes, depends on 
No the circumstances -----
17. Is it your company's policy to keep the information gathered from an 
employee at an EPAP confidential? 
Yes No. ________ _ 
18. Are your company's EPAP offered on: 
Company 'time Employee time ________ _ Both ----
19. If your answer to #18 was "company time" or "both," approximately 
how much company time is made available per week? 
Less than 1 hour 4-5 hours 
--~---
1-2 hours Over 5 hours -----
2-3 hours Depends on 
3-4 hours the situation ------
20. Are your company's EPAP offered on: 
Company premises Off company premises ______ __ Both ---
21. Who pays for your company's EPAP? 
The company The employee ___ _ Both -----
22. If your answer to //21 was "Both," approximately what percentage 
does the company pay? 
Less than 33% 33-66% Over 66% -----
23. If the information is not confidential, approximately what is the 
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annual dollar amount your company currently spends on EPAP? ______ _ 
24. If the information is not confidential, approximately what is the 
annual dollar amount of your company's train:tng and development 
budget? ________ __ 
25. Do you think EPAP's are of enough importance that one or more 
courses in a college training and development curriculum should be 
offered? 
Yes ---- No ____ _ Undecided 






1. Considering everything, how would you rate your 
overall satisfaction in the company at the present 
time? 
2. How do you feel about the amount of work you do? 
3. How do you like your job--the kind of work you do? 
4. I feel my job makes the best use of my abilities. 
5. How do you feel about the quality of supervision 
you get? 




















PERCEPTION, PROBLEM AWARENESS AND COMPANY POLICY 
Questions 
7. Do you know of anyone in your 
unit who has missed work 
because of the following 
problems? 
8. In your opinion, has anyone in 
your organization hindered 
everyday business because of a 
problem? 
9. Do you feel the company should 
provide private, personal 
assistance with a professional 
counselor in any of the follo~ 
ing problems? 
10. I think that programs such as 
these are a good idea and 
should be implemented. 
Responses 
Alcohol Habit 
Drug Habit ---Marital -----
Alcohol Habit 
Drug Habit __ __ 
Marital ------
Alcohol Habit 
Drug Habit ___ _ 
Marital -----
Alcohol Habit 
Drug Habit ---Marital -----
Overweight ___ _ 
Psychological __ 











11. Would you seek information 
from one of these counselors 
if they were available on a 
confidential basis? 
12. I think the company has the 
right to fire an employee 
whose work has suffered 
because of the following 
problems. 
13. I think the company has the 
right to fire an employee 
whose work has suffered and 
who has refused to get help 
for the following problems. 
14. If you needed help in any 
of the above.areas (alcohol, 
drug, etc.), would you feel 
free to speak to your super-
visor about the problem? 
15. Should the supervisor be made 
aware if any of the employees 
in his or her unit has sought 
help in the following areas? 
16. The programs should take 
place inside the company. 




Drug Habit ---Martial -----
Alcohol Habit 
Drug Habit ___ __ 
Marital -------
Alcohol Habit 
Drug Habit __ _ 
Marital -----
Alcohol Habit 
Drug Habit ___ _ 
Martial -----
Alcohol Habit 
Drug Habit __ _ 
Marital -----
Inside Outsid_e ___ _ 
Company _____ _ 
Employee ----Split ____ _ 
69 
Overweight ---Psychological __ 
Smoking~----





Psychological __ . 
Smoking, _____ _ 
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Iilli' ,J[ ~ I 
Oklahoma State [Iniversity 
COLLE<jE Of BUSINESS ADMINISTRATION 
November 26, 1979 
Dear 
I SilL/WATER, OKI.AIIOMA 74074 (40S) 624-5064 
The Department of Administrative Services and Business Education 
at Oklahoma State University recently started offering a Training 
and Development option for a Master's of Science Degree. We are 
presently involved in a research project designed to discover the 
current status of certain Training and Development programs offered 
by business firms in Oklahoma. 
You were selected as a participant for this study because of your 
affiliation with the American Society of Training and Development 
and because of your geographic location. Because of these two 
factors, your input for this research is critical. 
The information you provide will be held in strict confidence. The 
questionnaires are numbered in order to avoid repeatedly bothering 
participants who have returned questionnaires and in an attempt to 
facilitate the tabulation process. 
A brochure describing the Training and Development option has been 
enclosed for your information. 
We would appreciate your completing and returning the questionnaire 
by December 14, 1979. 
Sincerely, 
Herbert M. Jelley 
71 
Stan Mitchell 




BROCHURE INCLUDED WITH FIRST QUESTIONNAIRE 
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Training and Development 
for Business 
Master of Science Program 
The Department of Administrative Services 
and Business Education 
-~ ~bil~ 
<\<BUSINESS IDMI~f_; 
College of Business Administration 






Thft Oepartll"'et'l of Admlnl&trat•v~ Se•v••~s ilnl'l 
Bu&!n••• Edueahon oHers 9raouatt prografl\s pl:-nn~t 
to rn .. t I he ttudent s H\d1viduar ne$Cis An<t •tlt~ttA~I~ 
Or\• or the optcona. ~y-;ulabfe •or 11'\e MAstal of Sr.-•fln(';t• 
de.gtH '' des1gned for trucsents •ntetesred •n o•~Dao•'r1 
fOr but•neu ~lhOntuwolvtn9 ''"'"'"9 rftspoos!t')l••t•f!S. 
lhA fra•rt111g a1~l O~v~' 
opmenf SOr ous•nen degtot~~ combtne~ bu!\tnc·•~ 
Cof11enf CO\.If!:&$ Wt(h IA>Uf!'Jf'S t:l1lphR:o~ll••\q 
methods ot ttatrung alld ttam.ng emC)Io~~*'fl 
Prosoeet•ve 1ndustty fl ~lr'ltt'lg 'Speccat.~ts 
wdllearn ehout programm~d .nsrructiofl 
the e$t4lt)llshment ot C)rec•se obServanrP. 
anc r."tetasutaore ttatn•nq ~o~:~ 
~f'\CI devtiODr'NNlt Of e-qUIJ',..r·• t 
usec:J ~n fr&•oing ~l'nD!Oyee~ 
COuiS81S •I'll b1JS11'1~ arP. 
comt>u"'e<:Jwltt"'tt"'ose u1 
lrc'illnit\g an(S de"P.I 
:>pl'tl~mt t~~nd reicH 
Ad r.~:~sC': 
74 
Qpfortwnttlea for Tralnt~v.and 
,_...,._nt tor Buatnela 
l!klainetl ltima have rtapohdtd to tht Clhanglng 
It~ ntltdt dl employttl by O.VeiOplog t!R.tnllve 
td~JoCtlfon end ttalnlnlil pro;r11111. In a rtoem itvcly lilt 
!h.., Pn:IQ1tm1!. The Oonferti'IQe lo~ (•n Jnil,llpth· 
dent, 'I'IOI\I!t'Oflt ~·rtttllrOII91'IItll~)·e•tl· 
~ lh~.oaoempiO,.... ~ aVor rTIOit ollhtlr 
tln'lt 1o t41catlon and tl'llnlng dU1'141a. .. 
In 1!175, prtvatelndu•liy apt!!! a\)outlt.e billion for 
~ lltid 11tlntng &\'lllvijlea 4lOndl.iOted ln-houae. 
The money wU ~td 101' 11\1 ~·otM,IIme ldUCI· 
tlcn and lt&W!Jng alii!, travel anci flvlnl ••l*f'HI and 
payments lor ltrvlcn and malerlafl puicnand and 
r~. 
Industry Ia, In fact, an Important part of our na«on's 
educatlonll- .avatem. Companlea develop thalr own 
00111111 and cur~cula, employ lfaonlng pro,...lonals, 
oarry on lnatructlonal actlvllltl and evalutll their 
mell'oodt and pro;rama. In many e1111, flfll!l do ihtH 
thif!OI In wtll•diiiQned and tqlilpl*tlaclllilea !hat are 
dev~ exeluallltfy to tducitlon ~ tralntna. 
yvhy naa training and development bttJomt 10 lm· 
portelit tor lnduatry? Pal'lly btelult of the need to ac· 
commodttil lha turno~tr and g~h In peraonntl. Aa 
tmpll}ytea quit, retlrt, or art prom~tlild to. new jobs, 
otl'otf tm!)JiiiXHt mull bt ltueh! to take ov• thtlr 
dut.les. Too, :!lew need1 ere con1111nlly emerging bt· 
cau.- Of vtnwrts Into new products. bectuae ol new 
knoWijdge and becauae of ntw melhodt and llchni· 
quta. 
ll'!orellltd ld\lcatlon and training tcllvillea alto 
stem" !rom lht ~ to Improve tht akilit and perfor· 
maiiOf, of e~loy111 In thalr present jobe. As mort 1kill 
11 rf4111red.iO(jobe, lht potential tor lmprove!Mnl tn the 
qua~"y arldi;lltf)iy of Work lncreaaet. Thua training is 
vie~ by m•nilgemtnt as an liwt~tment In human 
capttll. 
Flecognlz•nu tttal ali learning does not happen tn 
trad'ftcnal way~. some firms have embarked on educa· 
t.on.f progr'm~ 111nl are not really academtC in Miura 
cJillfe designed to aid tn humar\ development Allea$t 
one major firm ~as e soclai·serv1ee leave program 
which .f!nables emp1oyt11 to take M paid sabbaticlli to 
work Jn a nonprnf1t. socially oriented lliltncy. F'trhaps '' 
ts u«:oQnition of this broad type of ir\dustry lralnmg that 
prort\1)ted 1~ publ•sner~. of a tretning magazine In 
chan~e tis name from TMinmg in Buslnesund /nd11.<1ry 
to trelnmg. The Mn(!Aitne ol Human Resource.9 Du· 
velopmtn/ 
The Otp~rtment ol Admmtslrattve Servtces a11d 
Bt•~•ness Educ;,t•nt1 o1111e College cf Bus1ness Admtn•• 
tnlttonhal des1gnecJ tt n1a1ter s degree program toP"~ p,,,,, ptr~on~ to work 1n •ndiJStry lrRII1ii10 positions 
Content of the Program 
The program requ1res a minimum of 36 credit 
hours. Studenta mull complete a designated number of 
ltmtattr hours Of 00111'8 work In training and develop· 
mtnt coursta, In rtlaltet business areas, In related in-
structional art.- and In approved busintes content 
cour-. An lnt~ Of one semester or one summer 
term wllh a ~business firm is an optional part 
of the program. 
ltrofe .. lonal Tra!nlng and Development 
Coui'H8 
(minimum of 12 stmester credit hours). 
Slmlnar In lualnen lc:lucatlon BUSED 5220 
Analyzing and diagnosing educational needs; con· 
elructlng and u11ng llllrvey Instruments, including ques· 
tiohnaires ar\d Interview guides (3 credits). 
Analyzing akillt ll!ld. knowl•dge requirements for on-
lht·job lrtlnlng and development; selecting, training 
and aupervlslng lnstruotors (3 credits). 
Problema In lualniUiducatton BUSED 511 o 
Evaluating e~la!Uig' couma and materials used in train-
Ing and dtvtloprntnl prOgrame (2 credits). 
Dealgnlng learning progrilms, including writing objec-
tives, selecting method• and evaluating methods 
(2 credill). 
lualne11 Education Workehop BUSED 5660 
Prepanng instructional materials, including wnting 
scripta and producing allde·tape presentations and 
televlelon programs (1·3 credits). 
Professional dev•lopmentactlvilles. 1ncluding planning 
ol seminars and conferences (2 credil>ll 
Related butinell 111e11 (9 credit hours). 
Mlntgtment of Mtnpowtr Programa. MGMT 4813 
13 credits). 
Seminar In Pereonntl Management. MGMT 5223 
13 credtls). 
Stmlnar In luetntae Communlcatlone. GENAD 
51 t3 (3 CrAdtiSI 
Related ln1tructlona1 Ar••• 
(minimum of s· nmester credit hours selected wtth 
approval of aclvtser). 
Production ollnllructlonal Materials. C&iED .!t1'l 
13 eredtiSI 
AudlovltLIII Communication Strategies C&IED s 7!oJ 
13 credits) 
lnduatrlal and Organizational Psychology. p~,, GH 
3~3 . 
Prlnclplll of Counatllng Psychology PSYCH "·Ofl3 
f.1 etrd•t•t 
Advanced Educational Paycnotogy. Af:lSf.ll ::.21:1 
13 C!NftiSI 
Ettctlvel ,.,,~l'y bo ... ol,ctccl \'''!!' <·tPproval , 11 ao~·r.-:.er 
frnPl 1110 l'Cnrr~v,;:: npllf('•Vlrll leu \Jrc~c1tttll8 UPdt! rn StJcll 
lrtllf'1.., il~ dt t.Ol,nlr!lr,!, tJliSIIltlSS IHw. <.ommunrc;11!(rll'l. 
l!.rLl prot•~:~~rnq IJr OI'I(Hllr(;!l frnnnce. mrtnn(J~rnN11 
11\~tr~ r r r.q ,111d "ill-tlr!:drc:c, . 
Internship loptlonnil 
Field Study HUSt:D 5:<.1C· ,., • "'iltl:, 
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Admlaalon Requirements 
The bulc qualification for admission to the 
Graduate Program is a bachtlor's degree trom en 
accredited college or university. Prospective student~ 
are expected to have acceptable acorn on the Miller 
Analogies Test (MAT). Arrangements to .take the exam· 
inatlon can be made at Oklahoma State University or at 
other designated test centers throughout the country. 
(Satlafactory acores on the Graduate Record Examina· 
lion or the Graduate Management Admissions Test may 
be aubetltuted.) 
To be eligible to begin work on this major, students 
must have completed a minimum of 24 semester credit 
hours In course& in business. Thll minimum may In· 
elude credit earned In courses In the following and simi· 
lar fields: accounting, business education, business 
taw, communications, data processing, economics. fi· 
nance, general business. management. marketing, 
statistics and office skills. 
The Committee for Graduate Programs In the De· 
partment of Administrative Services and Business Edu· 
cation recommends admission without qualification for 
prospective students who have earned a grade point 
average of 2.75 (on a tour-point scale) or better in either 
of the following: (a) all undergraduate work or (b) the last 
60 semester hours of undergraduate work: who have 
other lnd1Cal10ns of promise such as relevant work and 
leadership experience; and who have an acceptable 
score on the entrance examination (MAT) 
Financial Aselstance 
Gr1duate A .. latantahlpl. Stipends lor master's can· 
dldatts ere $1600 (one·qlJarter time) and $2475 
tthree·elghths time) for the academiC year. Duties 1n· 
volvt ASSisting professor wrth research or Instructional 
responsibilities. 
Tuition. Out-of-state portion of tlliilon t$40 per cred1l 
hour) is waived for graduate assistants. Only the gen· 
~ral In-state tee of $20.75 per semester cred1t hour IS 
pa1d by the student. 
Fee Waiver Scholarahlp. A l1n·uted number ofln·st•He 
fee waiver scholarships aro available 
Application a. Forms should be submitted by March 1 
each year. Appointments w111 be made by April t5 for tho 
next academic year. Appilcat,ons rece1ved after lire 
deadl1ne will be cons1dered rf vacanc1es occur. 
For aOdiiiOnalrnfollnatron anrl Hppl1cat10n forms wrrtn 
Dr lloyd L. Garnoon. Ht'lil(l 
01 Dr. Herbtl1 M Jotloy. Coorclinatnl of 
Graduote ProQrfims 
Dept1rtn-1ent of Adtnlfll!~l,nllvt· !·;t'!!VIr.H.., 
und Bus1ness Edul~fJ!IfHi 
College of 8us1ness ArlrrwH:slrat,on 
Oklahoma Stnto Un,verslly 
Stillwater. OK 740"7·1 
Graduate Faculty 
Department of Admlnltlrltlve 
Servlc .. and Bualne•a Education 




Or. John T. IIIII, Jr. 
Associate Dean, College of Business Administration 
General Bu1iness Education 
Accounting Education 
Dr. Marvin E. Barth 
Administrative Systems 
Dr. Harold A. Coonrad 
Communications 
General Business Education 
Or. Hal W. 1!1111 
Business Law 
Dr. Joe W. Fowler 
Business Law 
Dr. Herbert M. Jelley 
Coord1nator of Graduate Programs 
Administrative Office Management 
General Business Education 
Dr. Jimmy Q. Koenfnger 
General Business Education 
Organizational Communication 
Dr. Glenn E. Laughlin 
Bus1ness Law 
Dr. Phillip V. Lewla 
Gen~ral Business Education 
Orgamzat1onal Communication 
Dr. Clayton B. Millington 
Economic Education 
Dr. O.nnfa L. MoH 
General Busrness Education 
Adm1nrstrat1vo Office Management 
Dr. G. Daryl Nord 
Information Systems 
Dr. Arnola C. Ownby 
Economic and General Business Educat1on 
Adm1nistrat1ve Office Management 
Dr. Jeanine N. Rhea 
General Bus1ness Educat1on 
Women 1n Management 
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IH· ·IIIII 
Oklahoma State Un~i1Jersity 
COLLEGE OF BUSINESS ADMINISTRATION 
December 17, 1979 
Dear 
I 
SI/UWATI.R, 01\IAIIOMA 74074 
(40S) 624-5064 
78 
On November 26, 1979, we mailed you a questionnaire in an attempt to 
discover the current status of certain Training and Development programs 
offered by business firms in Oklahoma. 
In case you did not receive the first questionnaire, or in case the 
first questionnaire has been misplaced, we are enclosing an additional 
questionnaire with this letter. 
The Department of Administrative Services and Business Education at 
Oklahoma State University recently started offering a Training and 
Development option for a Master's of Science Degree. Although the-
response to our first questionnaire was good, your; input because of 
your affiliation with the American Society of Training and Development 
and because of your geographic location, is important. 
We realize that this is a busy time of the year, but we would appreciate 
your taking the time to complete and return the enclosed questionnaire. 
Sincerely, 




Herbert M. Jelley 
Professor of Business Education 
VITA 
Stanley Robert Mitchell 
Candidate for the Degree of 
Doctor of Education 
Thesis: A DESCRIPTIVE ANALYSIS OF EMPLOYEE PERSONAL ASSISTANCE PROGRAMS 
OF SELECTED OKLAHOMA BUSINESSES 
Major Field: Bus.iness Education 
Biographical: 
Personal Data: Born in Graham, Texas, January 10, 1954, the son of 
Mr. and Mrs. Harry L. Mitchell. 
Education: Graduated from Permian High School, Odessa, Texas, in 
May, 1972; received Bachelor of Business Administration degree 
in General Business from the University of Texas at Austin 
in 1975; received Master of Business Administration degree in 
Finance from the University of Texas at Austin in 1977; com-
pleted requirements for the Doctor of Education degree at 
Oklahoma State University in May, 1980. 
Professional Experience: Teaching assistant, Department of Home 
Economics, University of Texas at Austin, 1976-77; graduate 
teaching assistant, College of Home Economics, Oklahoma State 
University, 1977-78; graduate teaching associate, College of 
Business Administration, Oklahoma State University, 1978-80; 
field appraiser, Payne County Assessor's Office, 1978-80. 
Professional Organizations: Delta Pi Epsilon, Phi Delta Kappa, 
American Council on Consumer Interests. 
